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ABSTRACT TC "ABSTRACT" \f C \l "1" 
The point aim of this study was to assess the role of motivation on employees performance in Tanzania; the case study of Ministry of Water (MoW).  Specifically the study aimed at determining the motivational packages that stimulate employee performance, to evaluate motivational technique that might be used by different organization that bust up performance and to evaluate performance that attributed by motivational factors in the organization. The study employed both qualitative and quantitative techniques where by a sample size of 50 respondents that are staffs from four major departments (information technology department, finance department as well as procurement department and human resource department) under the Ministry of water in Tanzania were interviewed. The study found out that that promotion, paying for performance, involvement and participation competence, skill or contribution as well as allowance and sharing in the success of the organization are among motivational tools which are more useful and influence performance in the Ministry of Water. When respondents were asked on the usefulness of the reward system used in the ministry of water most of them argued that the motivation system used is very good. The study furthered found out that majority of employees under the Ministry of Water do receive various incentives as the motivation tools for their excellent performance. The study recommends that in order to reduce job dissatisfaction the government of Tanzania should formulate human resources policies to cater for employees needs. Generally, policies should take into account the difficulties under which employee live and work. The government should endeavor to include policies that value effort and commitment of workers and reward them accordingly to how they apply their knowledge and competencies.
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
1.0 INTRODUCTION
1.1 Background of the Study TC "1.1 Background of the study" \f C \l "1" 
Motivation has great role to the organization in such a way its pave a way toward employee performance hence fostering not only Organization development but even to the employees. The way employees are treated affects the quality of their work, their attitude toward customers or services assigned and rate of work performance. Individual workers are stimulated when the organization value and recognize their contribution through provision of different elements to maximize satisfaction to them (Mwaunga, 2010). 

The concept of motivation can be traced from ancient Greeks, Plato and Aristotle ages. Plato believed in a hierarchy organized such as dietary component, the emotional and rational, Aristotle for more than twenty years continued to affirm the hierarchy spiritual. However he used different reforms which were different from his original belief. He believed in those dietary and emotional components are relevant to body and part of motivation (Pakdel, 2013) 

In developing countries, most employees pay much attention to their life style and the money they earn from the work than their predecessors do (Mhina, 2012). However, it remains unclear whether many of them would continue working if it were not for the money they earn and positive feeling towards a job which basically represents job satisfaction of an employee. Motivational performance gaps exist whenever people avoid starting something new, resist doing something familiar, stop doing something important and switch their attention to a less valued task, or refuse to “work smart” on a new challenge and instead use old, familiar but inadequate solutions to solve a new problem (Clark, 1998).

Successful performance always involves the cooperation of motivation and knowledge in supportive work environments. Without adequate knowledge, motivation alone does not increase useful performance. Thus adequate motivation is necessary, but not sufficient for effective performance (clark, 2003). Globally speaking most of developed nations develops because of hardworking of their people and hardworking result into high performance of employee and all this made to be possible by stimulating motivation both intrinsic and extrinsic motivation. Job satisfaction stems back to the early 1900’s with the situations perspective on job motivation. 

This perspective states that satisfaction is determined by certain characteristics of the job and characteristics of the job environment itself. This view has been present in the literature since the first studies by Hauser, Taylor and the various projects at the Western Electric plants in Hawthorne (Cranny, Smith & Stone 1992). These views were brought in practices to assess why employees behave negatively towards their job and work places and there is where the role of motivations comes into practice. 

Sub Saharan Africa context motivation exist where in some country is highly practiced like South Africa where is developed exist which is a proof of better performance which is stimulated by motivation in one way or another. Tanzania context motivation is theoretically practiced but that why most of organizations fail to meet the needed objectives that come through employee performance. Motivation must be considered in a very carefully ways because what can motivate one cannot motivate the same to another person. This means motivation factors differ different according to people needs.

Ministry of water comprises a lots of employees under it various department and governed by mission and vision which its accomplishment is highly depends on employee performance, and here is where motivation must pray great role that can bust up employee performance so that to ensure the accomplishment of all the desired objectives. MOW pray great role to the society that concern to the survival and wellbeing of society then this study examine the relationship that exist between motivation and employee performance. 

1.2 Statement of the Problem TC "1.2 Statement of the problem" \f C \l "1" 
The study was highly motivating due to the need of efficient, quality and effective performance that is needed by various organization in Tanzania. As Tanzania adapted labour intensive technique of production and more labour or worker is needed compared to capital and worker are the one who ensure performance then motivation is highly needed to ensure their performance. Employee’s turnover increased now days which then disturb organization day to day performance and high cost of employee replacement that resulted to high operational cost to the organization that even exceed the cost of motivation.

In Tanzania many studies was conducted that investigated on the relationship between motivation and performance. Example J. Faraji(2013) does a study on the role of motivation on the employee performance only on the public organization. Ghafoor (2011) Argued that employee performance is all what is needed to any organization. Motivation stands as basis to the organization that strives to meet all their goals and objectives.

Most findings shows that all most organization in Tanzania fail to ensure motivation to their employees but needs good result performance from them. Despite of all the study and recommendation still it is a challenge to many organization especial that of public organization in Tanzania in motivating its employees despite of being aware of the positive impact of motivation. However many researcher have done a lot of study on motivation and employee performance but most of them based only on specific specialized worker such as on Doctors, Teacher etc. therefore  this study evaluated the role of motivation to employee performance at all workers at the ministry of water (MOW) Tanzania. 

1.3 Objective of the study TC "1.3 Objective of the study" \f C \l "1" 
1.3.1 General Objectives TC "1.3.1 General objectives" \f C \l "1" 
The main objective of the study is to assess the role of motivation on employee performance.

1.3.2 Specific Objectives TC "1.3.2 Specific objectives" \f C \l "1" 
i.	To determine Motivational packages that stimulate employee performance
ii.	To evaluate motivation techniques that might be used by different organization that bust up performance. 
iii.	To evaluate performance that attributed by motivational factors in the organization.
1.4 Research Questions TC "1.4 Research questions" \f C \l "1" 
These are statements in questions formed based on the main and specific objectives; this study was guided by the following questions:

1.4.1 General Research Questions TC "1.4.1 General research questions" \f C \l "1" 
The main question is what are the roles of motivation toward employee performance in ministry of water Tanzania?

1.4.2.	Specific Research Questions TC "1.4.2.	Specific research questions" \f C \l "1" 
a)	What motivational packages is highly stimulate employee performance in ministry of water
b)	What motivational techniques/tool are used by management of ministry of water to motivate employee hence stimulate high performance?
c)	What are the views and opinions of employee on motivation  Ministry of water

1.5 Significance and Justification of the Study TC "1.5 Significance and Justification of the Study" \f C \l "1" 
The most significance of this study was to meet and accomplishment all requirements to graduate and be awarded Master’s Degree of Project Management (MPM).The information gathered from this study can be uses by different stakeholders in ensuring proper and effective utilization of man power toward accomplishment of different ministry project. It is also help in different policy formulation that can be applicable in Motivation hence attain sustainable development.

The study will help giving strategies that can be employed by a Nation in general to come up with sustainable project that meets the needs of society in general. Also the finding of this research will add the body of knowledge to the field of motivation in ministry of water and other institutions particular in accomplishment of its project and ensuring worker satisfactions.

1.6	Scope of the Study TC "1.6	Scope of the study" \f C \l "1" 
The study focused on the role of motivation to the employee performance in Tanzania, the independent variable being motivation both monetary, non monetary and motivational characteristics while the dependent variable was employee performance. The study undertaken at Ministry of water Ubungo Dar es salaam.

1.7	Organization of the Study TC "1.7	Organization of the study" \f C \l "1" 
This study is organized in five chapters. Chapter one present background of the study, statement of the research problem, research objectives, research questions, significance of the study, scope of the study and organization of the study. Chapter two present conceptual definitions, theoretical and empirical literature review. It also provides the research gap and conceptual frame work. Chapter three covers research paradigm, research design, area of study, population of the study as well as sample size and sampling techniques. In additional, the chapter presents types of data, methods of data collection, data processing and analysis, measurement of variables, reliability and validity and finally ethical issues. Chapter four makes interpretation of data, analysis and discussion of the findings. Finally chapter five present summary of the findings and their implications, conclusion, recommendation, limitation of the study and suggested areas for further studies. 

CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
2.0 LITERATURE REVIEW TC "2.0 LITERATURE REVIEW" \f C \l "1" 
2.1 The Conceptual Definitions TC "2.1 The Conceptual definitions" \f C \l "1" 
2.1.1 Employee Motivation TC "2.1.1 Employee motivation" \f C \l "1" 
Various definition of motivation have been defined by different scholars, TC "2.1 The Concept of Motivation" \f C \l "1"  Golembiewski, (1973) refers to motivation as the degree of readiness of an organization to pursue some designated goal and implies the determination of the nature and locus of the forces inducing the degree of redness. Motivation may also be defined as the state of an individual’s perspective, which represents the strength of his or her propensity to exert effort toward some particular behavior. [Gibson n.d, cited by Kamali, and  Khan (2008)].

Motivation is a driving force toward the improvement of employee performance because its gives strength and encouragement to the worker. The extent of drive depends on the perceived level of satisfaction that can be achieved by the goal.  Motivation is the characteristic that is required in order to achieve anything in life; without it you will give up at the first sign of adversity. It means to inspire, instigate and encourage a person to do their best. Motivation will compel a person to think "If I can't, then I must" and will cause them to do whatever it takes to become successful. To Kelly, (1974), motivation has to do with the forces that maintain and alter the direction, quality and intensity of behavior.

According to Hoy and Miskel (1987), employee motivation is the complex forces, drivers, needs, tension, states, or other mechanisms that start and maintain voluntary activity directed towards the achievement of personal goals. In short, Dessler (2001) defines motivation as the intensity of a person’s desire to engage in some activity. From the above definitions some issues are brought to mind that deal with what starts and energizes human behavior, how those forces are directed and sustained as well as the outcomes they bring about (performance). 

Motivation is therefore the driving force that determines the amount of effort expended in executing a certain task. These forces could be internal (generated within the individual) or external (triggered by the actions or inactions of the environment within which the individual lives or works). Ifinedo (2003) demonstrated that a motivated worker is easy to spot by his or her agility, dedication, enthusiasm, focus, zeal, and general performance and contribution to organizational objectives and goals. Motivation involves a constellation of beliefs, perceptions, values, interests, and actions that are all closely related. As a result, various approaches to motivation can focus on cognitive behaviors (such as monitoring and strategy use), non-cognitive aspects (such as perceptions, beliefs, and attitudes), or both. For example, Gottfried (1990) defines academic motivation as “enjoyment of school learning characterized by a mastery orientation, curiosity, persistence, task-endogeny , and the learning of challenging, difficult, and novel tasks”. On the other hand, Turner (1995) considers motivation to be synonymous with cognitive engagement, which he defines as “voluntary uses of high-level self-regulated learning strategies, such as paying attention, connection, planning, and monitoring” 

2.1.2 Employees' Work Performance TC "2.1.2 Employees' work performance" \f C \l "1" 
Performance is defined as the result obtained after applying a certain effort in doing a certain work. It is measured by productivity; the level of productivity is one of indicator of performance. Is the act of doing something effectively and successfully. Armstrong (2010) performance is often defined simply in output terms, the achievement of quantified objectives. It can be influence by knowledge, creativity and motivational to the employees and sometimes on the nature of organization.

2.2. Theories of Motivation TC "2.2. Theories of Motivation" \f C \l "1" 
Motivation theory examines the process of motivation. According to Armstrong (2006), it explains why people at work behave in the way they do in terms of their efforts and the directions they are taking. It describes what organizations can do to encourage people to apply their efforts and abilities in ways that will further the achievement of the organization’s goals as well as satisfying their own needs. It is also concerned with job satisfaction- the factors that create it and its impact on performance. In most if not all roles there is scope for individuals to decide how much effort they want to exert. They can do just enough to get away with it, or they can throw themselves into their work and deliver added value. Discretionary effort can be a key component in organizational performance. 

2.2.1 Expectancy Theory TC "2.2.1 Expectancy theory" \f C \l "1" 
In the early 1960s, victor vroom applied concepts of behavioral research conducted in the 1930s by Kurtlewin and Edward Tolman directly to work motivation. Basically, Vroom suggested that individuals choose work behaviors that they believe lead to outcomes they value. In deciding how much effort to put into a work behavior, individuals are likely to consider, their expectancy, meaning the degree to which they believe that putting forth effort will lead to a given level of performance, their instrumentality, or the degree to which they believe that a given level of performance will result in certain outcomes or rewards. 

This concept of expectancy was defined in more detail by Vroom as follows Where an individual chooses between alternatives which involve uncertain outcomes, it seems clear that his behavior is affected not only by his preferences among these outcomes but also by the degree to which he believes these outcomes to be possible. Expectancy is defined as a momentary belief concerning the likelihood that a particular act will be followed by a particular outcome. Expectancies may be described in terms of their strength. Maximal strength is indicated by subjective certainty that the act will be followed by the outcome, while minimal (or zero) strength is indicated by subjective certainty that the act will not be followed by the outcome. Armstrong. (2010). The Equity theory, suggests that individuals engage in social comparison by comparing their efforts and rewards with those of relevant others. The perception of individuals about the fairness of their rewards relative to others influences their level of motivation. 

The expectancy theory based on these assumptions has three key elements: expectancy, instrumentality, and valence. A person is motivated to the degree that he or she believes that (a) effort will lead to acceptable performance (expectancy), (b) performance will be rewarded (instrumentality), and (c) the value of the rewards is highly positive (valence), (Lunenburg, 2011). 











Figure 2.1: Basic Expectancy Model TC "Figure 2..1 Basic expectancy model" \f F \l "1" 
Source:  Adopted from Lunenburg and modified by the researcher, (2014)

Expectancy: is a person’s estimate of the probability that job-related effort will result in a given level of performance. Expectancy is based on probabilities and ranges from 0 to 1. If an employee sees no chance that effort will lead to the desired performance level, the expectancy is 0. On the other hand, if the employee is completely certain that the task will be completed, the expectancy has a value of 1. Generally, employee estimates of expectancy lie somewhere between these two extremes (Lunenburg, 2011).

Instrumentality: is an individual’s estimate of the probability that a given level of achieved task performance will lead to various work outcomes. As with expectancy, instrumentality ranges from 0 to 1. For example, if an employee sees that a good performance rating will always result in a salary increase, the instrumentality has a value of 1. If there is no perceived relationship between a good performance rating and a salary increase, then the instrumentality is (Lunenburg, 2011).
Valence: is the strength of an employee’s preference for a particular reward. Thus, salary increases, promotion, peer acceptance, recognition by supervisors, or any other reward might have more or less value to individual employees. Unlike expectancy and instrumentality, valences can be either positive or negative. If an employee has a strong preference for attaining a reward, valence is positive (Lunenburg, 2011).  

At the other extreme, valence is negative. And if an employee is indifferent to a reward, valence is 0. The total range is from -1 to +1. Theoretically, a reward has a valence because it is related to an employee’s needs. Valence, then, provides a link to the need theories of motivation (Alderfer, Herzberg, Maslow, and McClelland), (Lunenburg, 2011). Vroom suggests that motivation, expectancy, instrumentality, and valence are related to one another by the equation;
“Motivation = Expectancy x Instrumentality x Valence”

The multiplier effect in the equation is significant. It means that higher levels of motivation will result when expectancy, instrumentality, and valence are all high than when they are all low. The multiplier assumption of the theory also implies that if any one of the three factors is zero, the overall level of motivation is zero. Therefore, for example, even if an employee believes that his/her effort will result in performance, which will result in reward, motivation will be zero if the valence of the reward he/she expects to receive is zero (i.e. if he/she believes that the reward he/she will receive for his/her effort has no value to him/her (Lunenburg, 2011). Then researcher related this theory in determining the role of motivation to the employee performance.
2.2.2 Abraham Maslow’s Hierarchy of Needs TC "2.2.3 Abraham Maslow’s Hierarchy of Needs" \f C \l "1" 
Maslow (1943, 1970) need-based theory of motivation is the most widely recognized theory of motivation and perhaps the most referenced of the content theories. According to this theory, a person has five fundamental needs: physiological, security, affiliation, esteem, and self-actualization. The physiological needs include pay, food, shelter and clothing, good and comfortable work conditions. The security needs include the need for safety, fair treatment, protection against threats, job security etc. affiliation needs includes the needs of being loved, accepted etc. Esteem need include the need for recognition, respect, achievement, autonomies and independent.

According to Maslow’s once need is fulfilled it’s not a need any more. The theory suggests that motivational packages need to be dynamic so as to facilitate the accomplishment of employee need hence assured the performance. When this theory will be applicable then employee will be motivated in one way or another then bust up performance which will facilitate to meet organization goals. 

2.3 Empirical Literature TC "2.3 Empirical literature" \f C \l "1" 
2.3.1 Local Studies TC "2.3.1 Local studies" \f C \l "1" 
Lameck.W.U (2011) did a study on non-financial motivation as strategy for improving performance of police force. The main objective of his study was to explore the extent of utilization of non-monetary motivation in the police force in Tanzania. He used qualitative method whereas purposive sampling was used to select the key informants, and found that the non-monetary rewards available at police force in includes promotion, Appreciation certificates, writing or verbal thanks indicated that the uses of non-monetary incentives especially social and job related is not at adequate levels in the organization . Contrally to the study did by lameck (2011) this study will focus on the role of motivation on employee performance.

Equinet and Ecsa-hc (2009) conducted a study about “Policies and incentives for health worker retention in east and southern Africa: Learning from country research. Their study sought to investigate the causes of migration of health professionals, the strategies used to retain health professionals, how they are being implemented, motivated and evaluated as well as their impact. It focused on investigating incentives and its impact to health workers as well as assessing the health workers polices and strategies. The findings of their study revealed that all four countries studied (Swaziland, Zimbabwe, Tanzania, Kenya) have put in place strategies to improve morale and retain staff in the public health sector but the implementation is poor.  The current study will focus on the role of motivation packages on employee performance.

Songstad (2012) conducted an empirical study on health worker motivation in low-income context: the case of rural Health services in Tanzania. His study focused on the motivation of the health work force in rural areas in Tanzania, while the current study by the researcher will focus only to the effectiveness of motivational packages on performance of a project. Songstad used a qualitative method in his study and found that, public sector health workers claim there is a considerable degree of unfairness in the working condition, not the least in terms of the financial conditions. The researcher in this current research will employ the same methodology to assess the role of motivation packages on employee performance of the Ministry of water. 

2.3.2 Abroad Studies TC "2.3.2 A broad studies" \f C \l "1" 
Pouliakas (2008) did a study on the effects of monetary incentives on job satisfaction in Scotland using a Qualitative method used questionnaire and found that, small monetary incentives have negative effects on job satisfaction hence may result into low performance. This study deviated with the current study since the current study will assess the role of motivation to the employee performance.

Bergum and Lehr’s (2004), is one of the study which investigated the influence of monetary incentives and its removal on performance, showed that the subjects in the experimental group who receives individual incentives performed better than those in the control group. This study shows the performance of the employee differ as the motivational packages, the current study will explore the role of motivation toward the employee performance.

According to Motivation and Leadership at Work by Steers, Porter, and Bigley in 1996 at the early twentieth century researchers began to examine other possible explanations for differences in individual motivation. Some researchers focused on internal drives as an explanation for motivated behavior. Others studied the effect of learning and how individuals base current behavior on the consequences of past behavior. Still others examined the influence of individuals' cognitive processes, such as the beliefs they have about future events. But in this study researcher intend to assess the role of motivation toward employee performance at Ministry of water.
2.4 Research Gap TC "2.4 Research gap" \f C \l "1" 
It is evident from literature reviewed that there are little studies that strength on motivational packages. Studies conducted across the global have established how motivational packages among different workers in public and government organization and contributes either to higher performance or lower performance and challenges that are encountered. The findings of these studies could not be generalized to ministry of water in Tanzania because of the differential operational context as well as other social, cultural and economic factors. The current study will specify the role of motivation on employee performance based at the ministry of water. 

2.5 Conceptual Framework TC "2.5 Conceptual frame work" \f C \l "1" 
As this study examined on the role of the motivation to employee performance then motivation has been taken as independent variable and employee performance as dependent variable, then performance was highly be driven by motivational rate.

The frame work is shown by proposed figure below:








Figure 2.2: Conceptual Framework Framed by Researcher TC "Figure 2.2 conceptual frame work framed by researcher." \f F \l "1" 








CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
3.0 RESEARCH METHODOLOGY TC "3.0 RESEARCH METHODOLOGY" \f C \l "1" 
3.1 Research Paradigm TC "3.1 Research Paradigm (Philosophy)" \f C \l "1" 
This study adapted both research philosophy that are positivism and enterpretivism (quantitative and qualitative). The researcher used quantitative design in data analysis and qualitative design in data collection. 

3.2 Research Design TC "3.2 Research Design" \f C \l "1" 
A study employed a case study design, the case study design was appropriate for this study because it enabled the researcher to collect intensive, comprehensive and integrated information as well as provide in-depth description on role of motivation and their attribution to the employee performance that ensure not only on time  accomplishment of different project but effectively, efficiently and accurately. In this study data was primarily collected from the field through direct interviews, phone interviews, discussion and participant observation. Researcher adopted both qualitative and quantitative methods, qualitative was used in data collection while in making analysis quantitative method was been employed such as multiple regression analysis, correlation analysis and ANOVA.

3.2.1 Area of Study TC "3.2.1 Area of study" \f C \l "1" 
This study was conducted at Dar es Salaam city. Dar es Salaam is one of the most populated cities in Tanzania located at eastern circuit of Tanzania. According to the 2012 national census, the region had a population of 4,364, 541. The ministry of water has come up with a lot of project so as to ensure water availability to meet needs of the whole population. To ensure and facilitate proper allocation of water in Dar es salaam DAWASCO which is also under the ministry of water have located offices in different part of Dar es salaam but researcher chose the ministry of water as the case study which is located at Ubungo.

3.2.2 Target Population TC "3.2.2 Target population" \f C \l "1" 
The population of the study was the employees at ministry of water in Dar es Salaam city. Prior to deciding how large a sample was used, the researcher defined the study population as a group of individuals’ persons, object, or items from which samples are taken for measurement. A population refers to an entire group of persons or element that has at least one thing in common. Moreover, population can be referred to the large group from which the sample is taken (Adam & Kamuzora, 2008). The targeted population of this study was the Employees at the ministry of water.

According to Kothari (1990) Charles(1995), a sample is a small group of respondents from the population in which the researcher is interested in gaining information and drawing conclusion. It basically consists of all the cases of individuals, things, or elements that fit a certain specification. Sample size is exactly number of items the researcher needs to use in collecting the information required (Adam, 1998). Therefore, for the purpose of this study the total number of the informants was expected to be 120 different employees that found at their work station during collecting data, but the respondents during data collection was 50 respondents.

3.2.3 Sampling Procedure and Sample Size TC "3.2.3 Sampling procedure and sample size." \f C \l "1" 
Under this study, purposive sampling and stratified sampling was both employed by the researcher. Purpose sampling was to select human resource in ministry of water that been respondent to the research, workers was chosen because they are the only ones who hold valid information under study. Where stratified random sampling was used to ensure the representative of gender. Both respondents had equal chance to participate in study as the sampling technique allows a researcher to choose randomly.  Nevertheless, Purposive sampling was preferable under this study as Lisa (2008) states that “To say you will engage in purposive sampling signifies that you see sampling as a series of strategic choices about with whom, where and how to do your research.”Purposive sampling is virtually synonymous with qualitative research.

Table 3.1 is an international table that explores how one can make a choice of a sample size from different calculated universe. For example in this research a research wished to correct his data from a universe of not less than 120 employees from a ministry of water of Dar es Salaam city of which makes the sample size of 80 respondents but only 50 respondents shows full participation.

Table 3.1: Sample Size From Different Sized Universes TC "Table 3.1: showing sample size from different sized universes" \f T \l "1" 


Universe   Sample	Universe   Sample	Universe   Sample	Universe   Sample
10                    10	100                  80	1250                294	6000                 361              
15                    14	200                 132             	1500                 306	7500                 366
20                    19	300                 169	2000                 322	10000               370
30                    28	400                  196	2500                 333	15000               375         
40                    36	500                  217	3000                 341	20000               377
50                    40	600                   234	3500                 346	30000               379
60                    44	700                   248	4000                 351	40000               380
70                    52	800                   260	4500                354	50000               381
80                    69	900                   269	5000                357	75000               382
90                    73	1000                 278	5500                359	100,000,000     384
Source: Krejcie, and Morgan (1970)
3.3 Data Collection Methods
Usually, there is no single research method that is sufficient in collecting valid and reliable data on exacting research problem.  Data collection is the process of gathering information to serve or prove some facts (Kombo & Tromp, 2006). The facts are derived from processing what is called data (Adam & Kumzora, 2008). Hence, the use of multiple methods has an advantage of gathering comprehensive information and can help in cross-validating the information collected (Denscomber, 1998).In this study, interviews, observation and document method was used to collect data from the field. 

3.3.1 Types of Data TC "3.3.1 Types of data" \f C \l "1" 
3.3.1.1Primary Data
According to Kothari (2000), primary data are the data collected afresh and for the first time, and thus happens to be original in character. Also they can be defined as first-hand information directly gathered by researchers from original sources (Krishnawsami & Ranganatham, 2007). The study used primary data because the data was original in nature. This allows the researchers to control information that will elicit rather than relying on questions and information that asked by another part perhaps with different intention. This study collected primary data from the field through questioners, interviews and observation.

3.3.1.2 Secondary Data
These are data which have been collected and compiled for other purposes such as readily available compendia and already statements and reports (Kasano, 2013). Also according ERD (Exploratory Research Design) defines secondary data as data which have already been collected for purposes other than the problem at hand .These data can be located quickly and in expensively. The researcher also used secondary source of data to supplement primary data specifically on how job satisfaction can be measured as well as symptoms or perception of dissatisfaction in work organizations.

3.3.2 Data Collection Instruments TC "3.3.2 Data collection instruments" \f C \l "1" 
Under this study, the researcher collected data using interviews, observation and discussion as well as questionnaires in some part. 

3.3.2.1 Interviews TC "3.3.2.1 Interviews" \f C \l "1" 
As the researcher sought to capture first-hand information through probing deeper into participant’s experiences, feelings, opinions and suggestions concerning factors affecting motivational packages on project performance in a ministry of water.

3.3.2.2 Observation TC "3.3.2.2 Observation" \f C \l "1"  
Observation in qualitative research involves spending a prolonged amount of time in setting. Field notes are taken throughout the observations and are focused on what is seen. According to Bogdan & Biklen (2007); Pitney & Parker, (2009) many researchers also recorded notes to assist them in determining what the observed events might mean and to provide help answering the research question during subsequent data analysis. Therefore, under the current study the research used observation method to capture data such as emotional and feelings, environment and actu  al situation in general. This method helped the researcher to get a clear picture and interpretation of his data during data analysis.
3.3.2.3 Questionnaires TC "3.3.2.3 Questionnaires" \f C \l "1"  
According to Bossiness Dictionary (2014), questionnaire can be defined as List of a research (​http:​/​​/​www.businessdictionary.com​/​definition​/​research.html​) or survey (​http:​/​​/​www.businessdictionary.com​/​definition​/​survey.html​) questions asked (​http:​/​​/​www.businessdictionary.com​/​definition​/​asked.html​) to respondents (​http:​/​​/​www.businessdictionary.com​/​definition​/​respondent.html​), and designed (​http:​/​​/​www.businessdictionary.com​/​definition​/​design.html​) to extract specific information (​http:​/​​/​www.businessdictionary.com​/​definition​/​information.html​). It serves (​http:​/​​/​www.businessdictionary.com​/​definition​/​serve.html​) four basic purposes to; 
1)	Collect the appropriate data (​http:​/​​/​www.businessdictionary.com​/​definition​/​data.html​), 
2)	Make data comparable and amenable to analysis (​http:​/​​/​www.businessdictionary.com​/​definition​/​analysis.html​), 
3)	Minimize bias (​http:​/​​/​www.businessdictionary.com​/​definition​/​bias.html​) in formulating and asking question, and 
4)	To make questions engaging and varied. 

Under this study also questionnaires was one of the method that helped to gather information from respondents.

3.3 Data Analysis Procedures TC "3.4 Data analysis procedures" \f C \l "1" 
Data analysis refers to computation of certain measures along with searching for patterns of relationship that exits among data groups (Kothari, 2004). Also, Hancock (2002) argue that, data analysis involves editing, coding, classifying and tabulating of collected data with the purpose of summarizing and organizing the data in such a way that they answer the research Questions. Since this study was dominantly carried using qualitative method, Researcher then used Ms Excel (2007) and software package for social scientist (SPSS) to collect, summaries and analyses data. Pearson Correlation Coefficients and Multiple Regression Analysis were also used to analyze the data. Content analysis was used to obtain descriptive statistics (including mean, standard deviation and variance) to draw conclusion for the study. Obtained findings were organized and presented in form of words and numbers by using frequency tables, histogram and charts. 
3.4 Validity and Reliability TC "3.5 Validity and reliability" \f C \l "1" 
3.4.1 Validity TC "3.5.1 Validity" \f C \l "1" 
Validity was seen as comprehensive, they examined in a broader perspective. Therefore, in this study, the subsequent strategies were employed to ensure validity: Triangulation methodological under this part was used as primary data and document data from various documents was be used to improve and strengthen data collected. In that manner collection of data using more than one method such as face to face interview, observation, and group discussion as triangulation methodology helped to enhance the trustworthiness of the data generated, because the weakness inherent in one method or source were counterbalanced by the strength of the another.

3.4.2 Reliability TC "3.5.2 Reliability" \f C \l "1" 
Under this study the researcher ensured the reliability in the following manner: The researcher first asked for comments from his researcher supervisor before administering the instruments to the targeted respondents. In addition, researcher gathered comments from fellow colleagues in the master’s degree program. Nevertheless, a pilot study was also conducted to other human resources who were participating in other projects and the received comments that helped modify the instruments.

3.5	Ethical Issues TC "3.6	Ethical issues" \f C \l "1" 	
Ethical refers to the standards of behavior that guide researchers' conduct in relation to the rights of those who become the subject of research, or are affected by it (Saunders, Lewis & Thornhill, 2012).confidentiality of the data provided was highly observed and no respondent was asked to identify his/her identity. Before collecting the data, respondents were informed the purpose of the study and the way the results were used for.   


CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
4.0 DATA ANALYSIS AND PRESENTATION
4.1 Introduction TC "4.1 Introduction" \f C \l "1" 
This chapter presents findings and results as regard to the Role of Motivation on Employees Performance in Tanzania; the case of Ministry of Water. This study furthered assessed the experience of public staffs in human resources issues and motivation policy as one among the key driver in employee’s performance   and the possible solutions to improve employee’s performance were determined and analyzed a well as suggestions on areas for improvement so as to create friendly environment for the public staffs. Tables and figures were used to present the findings of the study in this chapter.

4.2 Challenges and Success Faced During Data Collection TC "4.2 Challenges and Success Faced During Data Collection" \f C \l "1" 
In the process of data collection some challenges are met even though the process was conducted successfully. Rough responding resulted from carelessness of the respondents gave out unexpected answers which even caused incomplete answers on questionnaires.  Also the  problem   of  failure of providing feedback on time as promised due to negligence among some of the respondents  like misplacing, damaging (tearing and losing of questionnaires, this resulted in additional costs of printing more questionnaires o as to fix the missing ones.

Out of these challenges, successes were also met. Accomplishments of the exercise as all expected questionnaires were collected, frankly feedback as views from the respondents out of the questionnaires as areas for improvements which came to be used in the study. Collection of extra questionnaires and having wide chance of using those with perfect answers resulting in accuracy of expected feedback.

4.3 Rationality and Reliability of Instruments TC "4.3 Rationality and Reliability of Instruments" \f C \l "1"  
Validity of instruments was obtained using the Content Validity Index (CVI). It was performed on the constructs to ensure that the scale items are meaningful to the sample and capture the issues that were measured. Dependability of the instruments was ascertained using the Cronbach’s coefficient alpha (Cronbach, 1946) to test for the internal consistency of the scales used to measure the variables. Alpha coefficient of above 0.5 for individual test variables was accepted meaning the instrument was valid (Nunnally, 1978). The results in the table below show the validity and reliability values of the variables that the researcher set out to study.

Table 4.1: Rationality and Reliability of Instruments TC "Table 4.1 Rationality and Reliability of Instruments" \f T \l "1"  
Variable	Anchor	Cronbach Alpha	Context validity Index
Motivation 	3 points 	0.630 	0.783 
Employees Performance	3 points 	0.782 	0.769 
Source: Field Data (2016)

4.4 General Characteristics and Personal Details of Respondents TC "4.4 General Characteristics and Personal Details of Respondents" \f C \l "1" 
The study considered some of the social culture and economic nature of the respondents who are the employees of the Ministry of water (MoW). The collection of data from different types of respondent’s ranges from principal, senior staffs and junior staffs makes a place vibrant for employee’s motivational issues.
4.4.1 Respondents’ Gender TC "4.4.1 Respondents’ Gender" \f C \l "1" 
The results in Table 4.2 were generated using chi-square test in order to explore the distribution of gender of respondents by departments. The importance of recording respondent’s gender was to show that the data collected in this research came from both sex (male and female). 

 TC "Table 4.2 Respondents’ Gender" \f T \l "1" Table 4.2: Respondents’ Gender 
Department	 	 	Human Resource	Finance Dept	Procurement Dept	IT Department	Total
Respondents Gender	Female	count	3	7	4	3	17
		Respondents Gender	25%	37.50%	12.50%	25%	100%








	Within Name of Organization	100%	100%	100%	100%	100%
	 	25%	25%	25%	25%	100%
X2= 1.667                       df=3                                         P=0.64
Source: Field Data (2016)

The results in the Table 4.2 shows that there is no significant difference between the number of male and female respondents in all four surveyed departments of the Ministry of Water (MoW) which were   human resource department, finance department as well as procurement department and information technology department  (x2 = 1.667, df = 3, p =0.64). However, the results show that a male respondent exceeds female respondents. In total, male were 60% whereas female where only 40%. This implies among the respondents who were interviewed from all four departments men were many compared to women.

4.4.2 Age Group of Respondents TC "4.3.2 Age Group of Respondents" \f C \l "1" 
The results in the Table 4.3 below were generated using a frequency table with the intention of exploring the age group of respondents from all four surveyed departments.








Source: Field Data (2016)

The results from the table above indicated that all respondents who were interviewed from various departments of the Ministry of water (human resource department, finance department, procurement department, information technology department), majority of the respondents were at the age of between 36 – 45 counting for 55% of the total percentage in terms of age whereas those with the age of between 18 – 25 counted only for 5%. This implies that majority of respondents who were interviewed are in middle old age.

4.4.3 Academic Qualification TC "4.3.3 Academic Qualification" \f C \l "1" 
Table 4.4 shows that there is percentage similarity between respondents with  a bachelor degree and Master’s degrees in all of the four surveyed departments; that is to say those respondents with  bachelor degree and Master’s degree were all at the same percentage ratio of 35; whereas those with PhD account only for 30%. The data shows that there is no respondent who is interviewed in these institutions with academic qualification of a secondary school. However, the results below show that there was no significant difference in terms of academic qualification among respondents from all four surveyed departments (X2 = 8.762 df = 6 p = 0.187).

Table 4.4: Academic Qualification   
	Name of Departments	Total
	   HR Dept.	   IT Dept.	 PMU	  FinanceDept.	
Academic Qualification 	 Bachelor	Count	1	0	3	3	7
		 Academic Qualification 	14.3%	.0%	42.9%	42.9%	100.0%
		 within Name of Organization	20.0%	.0%	60.0%	60.0%	35.0%
			5.0%	.0%	15.0%	15.0%	35.0%
	Masters	Count	1	3	1	2	7
		 Academic Qualification 	14.3%	42.9%	14.3%	28.6%	100.0%
		 within Name of Organization	20.0%	60.0%	20.0%	40.0%	35.0%
			5.0%	15.0%	5.0%	10.0%	35.0%
	PhD	Count	3	2	1	0	6
		 Academic Qualification 	50.0%	33.3%	16.7%	.0%	100.0%
		 within Name of Organization	60.0%	40.0%	20.0%	.0%	30.0%
			15.0%	10.0%	5.0%	.0%	30.0%
Total	Count	5	5	5	5	20
	 Academic Qualification 	25.0%	25.0%	25.0%	25.0%	100.0%
	within Name of Organization	100.0%	100.0%	100.0%	100.0%	100.0%
		25.0%	25.0%	25.0%	25.0%	100.0%
                                                         X2 = 8.762   df = 6   P = 0.187
Source: Field Data (2016)

4.4.4 Staffs Category TC "4.3.4 Staffs Category" \f C \l "1" 
Researcher also tried to explore the staffs category in the Ministry of water with the intention of investigating the experience in human resource matters and present the findings in the below clustered column chart;

 Figure 4.1: Staffs Category TC "Figure 4.1 Staffs Category" \f F \l "1" 
Source: Field Data (2016)

Data from the above (Figure 4.1) revealed that 65% of the interviewed respondents in the Ministry of Water are senior staffs where as 20% and 15% are principal and junior staffs respectively. This revealed that the Ministry of Water management has a highest number of senior staffs and lowest number of junior staffs.

4.4.5 Employment Duration TC "4.3.5 Employment Duration" \f C \l "1" 
The bellow data in pie chart (figure 4.2) demonstrate the working duration of the 50 interviewed respondents who were employees of various departments under the Ministry of Water (MoW). Whereas the data collected revealed that 32 employees equivalent to 67% has been working in the MoW  for 10 years and above, whereas 10 employees equivalent to  23%  and 8 employees equivalent to 10% have been working in the ministry between 4 – 10 years and 0 – 3 years. The data proved that large number of employees in the ministry have been working there for more than 10 years which prove them to have a vast experience in various motivation issues as the key drivers in employee’s performance.

Figure 4.2: Employment Duration TC "Figure 4.2 Employment Duration" \f F \l "1" 
Source: Field Data (2016)

4.5 Motivation Packages That Stimulate Employees Performance TC "4.4 Motivation Packages That Stimulate Employees Performance" \f C \l "1" 
This is the first objective of the study where by researcher asks respondents various questions such as what are the motivational tools which are more useful in MoW, Does the motivation tools you mentioned influence your performance?. In analyzing the above two questions researcher applied Multiple Linear regression (MLR) and bar chart respectively.

4.5.1 Motivational Tools which are more useful in Organization TC "4.4.1 Motivational Tools which are more useful in Organization" \f C \l "1" 
In analyzing this questions the researcher used Multiple Linear Regression (MLR) analysis with the intention of testing how much independent variables  (which are involvement and participation, promotion, paying for performance, competence, skill or contribution as well as sharing in the success of the organization involvement and allowance) are related with the employees performance in the organization (dependent variable) while other factors are controlled; the summary of regression table is presented in Table 4.5.

Table 4.5: Motivational Tools which are More Useful in Organization TC "Table 4.5 Motivational Tools which are more useful in Organization" \f T \l "1" 
R Square = 0.421                   df = 7
Adjusted R Square = 937        Sig = 0.223




Paying for performance, competence, skill or contribution	0.138	0.583	0.086	0.237	0.003
Allowance	0.353	0.463	0.268	0.762	0.002
Sharing in the success of the organization 	-0.122	0.423	-0.11	-0.29	0.003
Involvement and participation	0.297	0.301	0.319	0.985	0.002
Provision of employees benefit including flexible benefit if appropriate	-0.029	0.271	-0.028	-0.11	0.034
Others 	0.13	0.485	0.12	0.268	0.792
Source: Field Data (2016)

Independent variables: Promotion, Paying for performance, competence, skill or contribution, Allowance, Sharing in the success of the organization, Involvement and participation, Provision of employees benefit including flexible benefit if appropriate, Others.

The regression table above shows that Adj R Square = 93.7 which is 93.7% of the variance for the motivational tools which are more useful in organization (MoW)   are attributed to the data of the study meanwhile the remaining 0.3% was due to other factors which were not studied in this research. However there is a statistically significant predictor in  motivational tools which are more useful in Organization (MoW) with  promotion  (p = 0.001), Paying for performance, competence, skill or contribution   (p = 0.003), Sharing in the success of the organization (p = 0.003), Sharing in the success of the organization   (p = 0.002) and   Involvement and participation (p = 0.002) The data also revealed that there is no statistically significant predictor in motivational tools which are more useful in organization   with  Provision of employees benefit including flexible benefit if appropriate  (p = 0.340) and others factors which were not studied and examined in this study(p = 0.792). 

This analysis means that promotion, paying for performance, involvement and participation competence, skill or contribution as well as allowance and sharing in the success of the organization are among motivational tools which are more useful in the Ministry of Water in fostering the performance of the employees.

4.5.2 Does Motivation Tools Influence your Performance? TC "4.4.2 Does Motivation Tools Influence your Performance?" \f C \l "1" 
After identifying the tools for motivation used by organization, researcher also tried to establish the relationship  whether  the motivational tools used by the organization influence the employees performance in the organization and rate the respondents opinion in the following pie chart.
Figure 4.3: Does Motivation Tools Influence your Performance? TC "Figure 4.3 Does Motivation Tools Influence your Performance?" \f F \l "1" 
Source: Field Data (2016)
The above data (Figure 4.3) revealed that when interviewed respondent from the Ministry of Water (MoW) were asked if motivation tools influence their performance; 46% of the respondents equivalent to 26 respondents said YES, where as 29% of them equivalent to 12 respondents said To Some Extent as well as 13% equivalent to 8 respondents and 12% of them equivalent to 4 respondents said I Don’t Know and NO respectively.

4.6 Motivation Techniques used by Different organization to Bust Up performance TC "4.5 Motivation Techniques used by Different organization to Bust Up performance" \f C \l "1" 
This is the second objective of the study where by researcher tried to investigate the 4techniques used by different organization in bust up performance basing on Ministry of Water (MoW) at the case study. By doing so researcher prepared various variables and questions such as the most recognizable value of motivation, and ask the respondents to comment on the reward and motivation system at the Ministry of Water (MoW); findings of these two questions under the second objective was analyzed in Analysis of the Variance (ANOVA) and pie chart.

4.6.1 The Most Valued Recognitions in the Organization (MoW) TC "4.5.1 The Most Valued Recognitions in the Organization (MoW)" \f C \l "1" 
In analyzing this question researcher uses Analysis of the Variance (ANOVA) to rate the perception of the respondents in all four surveyed departments under the Ministry of Water (which were human resources department, Information technology department as well as procurement department and finance department) categories on the  most valued recognitions in the organization.


Table 4.6: Value of Recognitions TC "Table 4.6 Value of Recognitions" \f T \l "1"  
 	Department	N	mean	df	sig






























Source: Field Data (2016)

Results from Table 4.9 were generated to show the most valued recognitions in the organization  where by the analysis show that there is a significant difference in all of the four surveyed  departments under the Ministry of Water  (p = 0.003) concerning appreciation of work done   with a high  perception from procurement department  (M = 3.50) and  IT department  (M = 3.50).
Data also revealed that there is a significant difference in all of the four surveyed departments in most valued recognitions in the organization (p = 0.004) concerning certificate of outstanding service or ideas with high perception of it information technology department (M = 3.50) and the lowest perception with finance department (M = 1.75). 

Analysis continue to reveal that there is no significant difference in all of the four surveyed departments in the most valued recognitions in the organization (p = 0.720) concerning employees awards with low perception from finance department (p = 2.75) and high perception from procurement department (M = 3.50) and information technology department (M = 3.50).

Data also revealed that there is a significant difference in all of the four surveyed groups concerning  money  as the most valued recognition  in the organization (P = 0.001) with high perception from   procurement ( M = 3.50) and information technology department  (M = 3.50) with the lowest perception from finance department (p = 0.250). Data also shows that there is no significant difference in all of the four surveyed departments concerning years of service award (p=0.004) with high perception from information technology   (M = 3.50) and finance   (M = 3.50) and lowest perception from human resource department (p = 2.00).

Data also revealed that there is no significant difference in all of the four surveyed departments concerning house, transport and health allowance (p = 0.001) with high perception from procurement department and information technology department (p = 0.350), (P = 0.350) respectively.
4.6.2 Reward and Motivation System under the Ministry of Water (MoW) TC "4.5.2 Reward and Motivation system under the Ministry of Water (MoW)" \f C \l "1" 
Researcher also asks respondents who the staffs are of MoW departments to rate the reward and motivation system used in their ministry. The result in Figure 4.4 below analyses that only 46% of the staffs in the four major departments argued that the reward system and motivation is very good   24% of the respondents argued that the reward and motivation system used is good, where as 18% and 12% of the respondents argued that the reward system is poor and very poor respectively.

Figure 4.4: Reward and Motivation System under the Ministry of Water (MoW) TC "Figure 4.4 Reward and Motivation system under the Ministry of Water (MoW)" \f F \l "1" 
Source: Field Data (2016)

4.7 Performance that Attributed by Motivation Factors in the Organization TC "4.6 Performance that Attributed by Motivation Factors in the Organization" \f C \l "1" 
This is the third objective of the study; in analyzing this objective researcher ask respondents who are the employees of various departments of the Ministry of Water (MoW) if they have received any incentives from their employers and if yes he ask them  to mention them; the analysis of their answers were rated in the Figure 4.5.
 Figure 4.5 Employees Incentives from the Employers TC "Figure 4.5 Employees Incentives from the Employers" \f F \l "1" 
Source: Field data (2016)

When researcher ask the respondents from the entire four departments (human resource department, information technology department, procurement department and finance department) if did they receive any incentives from their employers; 69% of them said yes they did and 31% of them argued that they did not receive any incentive. The reasons mentioned by those employees who did not receive any incentives are because they are new employees in the ministry and most of them do have duration of less than 3 years in the ministry. However when researcher furthered ask those who receive incentives to mention the type of incentive received; 67% of them argued that they do receive transport service as the incentive and 33% argued that they do receive breakfast and lunch and the supervision of the department as the incentives packages for the whole month from their employers.

4.8	Discussion of the Findings TC "4.7	Discussion of the Findings" \f C \l "1" 
The study examined the role of motivation toward employee’s performance, the study found out that that promotion, paying for performance, involvement and participation competence, skill or contribution as well as allowance and sharing in the success of the organization are among motivational tools which are more useful and influence performance in the Ministry of Water. When respondents were asked on the usefulness of the reward system used in the ministry of water most of them argued that the motivation system used is very good. The findings revealed that there is strong relationship between motivation and employee performance. These findings are in line with previous empirical work of Hoy and Miakel (1987), employee motivation is the complex forces, drivers, needs, tension, states, or other mechanisms that start and maintain voluntary activity directed towards the achievement of personal goals.

Contrary to the findings Ifinedo (2003) demonstrated that a motivated worker is easy to spot by his or her agility, dedication, enthusiasm, focus, zeal, and general performance and contribution to organizational objectives and goals. Motivation involves a constellation of beliefs, perceptions, values, interests, and actions that are all closely related. As a result, various approaches to motivation can focus on cognitive behaviors (such as monitoring and strategy use), non-cognitive aspects (such as perceptions, beliefs, and attitudes) or both.

Furthermore Akerele (2001) findings correlated with findings of this work. He observes that poor remuneration in relation to profits made by organization, wage differentials between high and low income earners among other things contributed to low morale, lack of commitment and low productivity of which the same reviled to this study. Also this finding in line with some of the theories of motivation that strengthening on motivation as a driving force toward employee’s performance, the Equity theory suggests that individuals engage in social comparison by comparing their efforts and rewards with those of relevant others.
CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
5.0 CONCLUSIONS AND RECOMMENDATIONS TC "CONCLUSIONS AND RECOMMENDATIONS" \f C \l "1" 
5.1 Conclusion TC "5.1 Conclusion" \f C \l "1" 
The point aim of this study was to assess the role of motivation on employee performance in Tanzania; the case of Ministry of Water. The study concluded that; there is a statistically significant predictor in motivational tools which are more useful in Organization (MoW) with promotion, paying for performance, competence, skill or contribution, sharing in the success of the organization, sharing in the success of the organization and Involvement and participation. The data also revealed that there is no statistically significant predictor in motivational tools which are more useful in organization with Provision of employees benefit including flexible benefit if appropriate and others factors which were not studied and examined in this study.

The study also revealed that when interviewed respondent from the Ministry of Water (MoW) were asked if motivation tools influence their performance; 46% of the respondents equivalent to 26 respondents said YES, where as 29% of them equivalent to 12 respondents said To Some Extent as well as 13% equivalent to 8 respondents and 12% of them equivalent to 4 respondents said I Don’t Know and NO respectively.

When researcher ask the respondents from the entire four departments (human resource department, information technology department, procurement department and finance department) if did they receive any incentives from their employers; 69% of them said yes they did and 31% of them argued that they did not receive any incentive. The reasons mentioned by those employees who did not receive any incentives is because they are new employees in the ministry and most of them do have a duration of less than 3 years in the ministry. 

5.2 Study Recommendation TC "5.2 Study Recommendation" \f C \l "1" 
With regard to study findings, the following recommendations are made: 

5.2.1 Recommendations for Action TC "5.2.1 Recommendations for action." \f C \l "1" 
i.	In order to reduce job dissatisfaction the government of Tanzania should formulate human resources policies to cater for employees needs. Generally, policies should take into account the difficulties under which employee live and work. The government should endeavor to include policies that value effort and commitment of workers and reward them accordingly to how they apply their knowledge and competencies.
ii.	 The government should find a good way of motivating employees due to the fact that success or failure of any organization depends on the workers. It is undeniable truth that if employee will be motivated, they will render services very efficiently and effectively.
iii.	Employee should rely on working and motivation as a result after performing and not a driving force toward performance.

5.5.2 Recommendations for Further Studies TC "5.5.2 Recommendations for further studies" \f C \l "1"  
Arising from the research findings, the following could be considered as areas for future research:
i.	This study focused on employee of selected ministry of water in Dar es Salaam city. The generalization on the findings is limited to the only selected ministry of water. Therefore; there is a need to conduct a similar study in East African member Countries.
ii.	For comparison purposes, a more comprehensive study can be conducted for comparison of motivation and performance level of public organization and those of private organization.
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Appendix I:     Research Instrument
Dear sir/Madam,
Greetings
I am a Candidate pursuing Masters of Project Management (MPM) offered by Open University of Tanzania (OUT). The objective of this Questionnaire is to assist in gathering Data that will be used in research report on “Role of motivation on employee performance: ministry of water being the case study”

The research is for academic purpose only based on Open University of Tanzania for acquiring of masters of project management. I assure you that your answer will be kept completely Confidential and not be disclosed to any other third party also will be used solely to facilitate analysis of this research and therefore will be submitted to Open University of Tanzania. As such, the information provided shall be protected from unauthorized access, use, disclosure, modification, loss or theft. 

I therefore request you to answer the following questions honestly and openly as you can, to achieve the Objective of this study.






PART I: DEMOGRAPHIC CHARACTERISTICS (Please tick):
1. Gender
a)	Male                 (   )                                      
b)	Female              (   )
2. Age
a)	18-25 years               (   )
b)	25-35 years               (   )
c)	35-45 years               (   )
d)	45 and above             (  )
3. What is your highest level of Educational attainment: please put a tick in appropriate place
a)	Primary education  (    ) 
b)	Ordinary level education   (    )      
c)	Advanced level education    (   )  
d)	 Certificate level     (   )
e)	 Diploma   level       (    )                 
f)	Advanced Diploma/ Bachelors Degree  (   )
g)	Masters Degree (   )
h)	PhD level (   )
i)	Others (Specify) ……………………………
4.  Which department are you working at your organization?
      ……………………………………………………………………………………
5. What is your current category? Please put a tick in appropriate place
a)	Principal staff     (      )
b)	 Senior Staff        (      )                   	
c)	Junior Staff         (       )
6. For how long have you been working with the ministry of water?
a)	0-3 years   (    )
b)	4-10 years  (    )
c)	10 and above  (    )

PART II: Specific Interview Guide Questions
1.	Please rank the following recognitions in order from 1 to 10, where 1 represents the most valued of recognition and 10 represents the least valued type of Recognition.
(  ) Appreciation of work done
(  ) Certificate for outstanding service or ideas
(  ) opportunity for grow
(  ) Employees Award 
(  ) Time off with pay
(  )  years of Service Awards
(  ) Team of the month Award
(  ) House, Transport and heath allowance
(  ) Good working relation
(  ) Money
2.	In your opinion what do you comment on the reward and motivation system at the Ministry of water employees?
a)	Very good  (   )
b)	Good  (    )
c)	Poor   (    )
d)	Very poor  (    )
3.	Is your present working Environment good for you?
a)	Yes  (   )
b)	No    (   )
 If No what do you suggest should be done about your working environment?  ……………………………………………………………………………………………………………………………………………………………………………………
Have you ever received any incentives from your employer?
a)	Yes (    )
b)	No  (    )






4.	Does it influence your performance?   …………………………………………………………………………………………………………………………………………………………………………
5.	Do you feel that you have received enough rewards for the work you have done?
a)	Not enough       (    )                 
b)	To some extent yes   (   )  
c)	 I don’t know   (    )





7.	In your opinion how important is motivation to you as an employee?
…………………………………………………………………..………………………………………………………………………………………………………
8.	In your opinion what should be done to ensure both intrinsic and extrinsic motivation at Ministry of water?
…………………………………………………………………………………………………………………………………………………………………………
9.	Which among the following motivational tools is more usefully by your Organization?  Rank them Where 1 represents the most valued tool of motivation and 5 represent the least tool.
(    ) Promotion
(    ) Paying for performance, competence, skill or contribution
(   ) sharing in the success of the organization
(   ) the provision of employee benefit, including flexible benefit if appropriate
(   )  Involvement and participation
Is there any other Motivational tool adapted by your Organization? List them
……………………………………………………………………………………

















Package such as salary and wages, bonus, financial incentive, promotion, profit sharing and loan.
Non-monetary motivational packages such as status, appreciation and recognition, work-life balance, working condition and job security 
Motivational characteristics
Problem solving, information processing, task identity, Autonomy, and Employee of the month.

Employee’s      performance








